ABSTRACT
INTRODUCTION
Design management is the business part of design. Design management establishes the ongoing processes, business decisions, and strategies that enable innovation and create effectively-designed products, services, communications, environments, and brands that enhance our quality of life and provide organizational success. In other words, design management seeks to link design, innovation, technology, management and customers to supply competitive advantage across the triple bottom line: economic, social/cultural, and environmental factors. It is the art and science of empowering design to enhance cooperation and synergy between both design and business simultaneously to improve design effectiveness. The range of design management from the strategic management of corporate design functions and design agencies, including design operations, staff, methods and processes-to the strategic encouragement of design across the organization as a important differentiator and driver of organizational success. [16] It includes the use of design thinking-or using design processes to solve general business problems. Examples of professionals that are committed design management include design department managers, brand managers, creative directors, design directors, heads of design, design strategists, and design researchers, as well as managers and executives accountable for making decisions about how design is used in the organization (The Design Management Institute, 2009). As leading practitioners of design management and design leadership, leaders are actively engaged in design * Corresponding author. E-mail : sweet@silla.ac.kr Manuscript received Mar. 11, 2010 ; accepted Apr. 13, 2010 thinking and managing industrial design, graphic design, service design, environment design, brand identity, interface design, and many other types of design. They need to work for corporations, design agencies, educational institutions, and government.
[ 16] Design management is the art and science of empowering design to enhance collaboration and synergy between "design" and "business" to improve design effectiveness. Leader in 21 st century should have a mission to improve organizations worldwide through the effective integration and management of design and design principles for economic, social and environmental benefit. This research is focused on effective leadership model in managing design for business success. Topics include design, innovation, design strategy, brand design, design measurements, corporate creativity, and design as management and as leadership. This research has three tier priorities which are design management competency, design management valuation, and effective leadership model in design management for the 21 st century.
DESIGN MANAGEMENT VALUATION
Running a design organization is challenging and takes time, but with the right planning, and a little nurturing and patience, it is not as difficult as it might first appear. The role of the designer has clearly shifted from solving simple problems to solving complex problems, and from working independently in a single-discipline focus to working collaboratively with crossfunctional teams. thinking and design management, and offers some concrete steps that can be taken toward becoming an organization that values and profits from effective design (para. 1).
In Korea, where 95 percent of firms employ fewer than five people, the Korea Design Association has launched an initiative called Designing Demand to help stimulate design-led innovation among the nation's smaller businesses. The Korea government has included the Designing Demand program in its new Solutions for Business portfolio, which brings together a range of supports offered to businesses by government departments, their agencies, and local authorities. The design program introduces experienced designers to smaller companies to mentor them through the process of commissioning, briefing, and managing design. [2] Although the design professionals don't do any resulting design work themselves, they guide the companies toward becoming better clients, investing in design and innovation strategically and managing it effectively. It describes the initiative and offers several case studies as examples of its effectiveness (Antonia, 2009 ).
PRENTICE HALL'S SELF-ASSESSMENT

Methods and specifications
Prentice Hall's Self-Assessment Library is a unique learning tool that asses designers' knowledge, beliefs, feelings, and actions in regard to a wide range of personal skills, abilities, and interests. Provided scoring keys allow for immediate, individual analysis. This single volume of fifty-one researchbased instruments is organized into three parts-What About Me? Working with Others, and Life in Organizations-and offers the source from which to learn more about leadership. All self-assessments are focused to help individual better design and manage their work-lives or careers. When designers are on decision making in management, learning about their own decision making style will peak designers interest in the different theories in Self-Assessment and will help them learn and retain the concept by relating it to themselves. Furthermore, Prentice Hall's Self-Assessment enables helping designers to achieve self esteem and even self actualization at work. The results of the analysis show why the members of Team work very well together and provide further evidence [14] "Leadership is a social influence process shared among all members of a group. Leadership is not restricted to the influence exerted by someone in a particular position or role; followers are part of the leadership process, too" (Wren, 1995, p. 43) . The types of leaders are chosen by each of leaders' various special trait and the following is result data.
After completing this part of the exercise, the participants typically have a new awareness of how several people can look at the different styles and develop widely different interpretations. One or another question can also mean different question to different people.
At this question about organization, I engage the participants in a brief discussion of the critical role played by leaders in creating a sense of shared meaning for key phrases, key concepts, key events, and key images in play within the organization. We all will make inferences; one aspect of leadership concentrates on minimizing our tendency to drift apart in how we assign meaning. The many decisions made by people within an organization will cohere to the extent that they reflect a shared interpretation of what these things mean to us.
Assessment Results
To assess member's individual leadership and team leadership strengths, the members took four self-assessments available through [11] the Pearson Prentice-Hall SelfAssessment Library. The results of each self-assessment are analyzed, and a combined reflection of indications is presented in this section of the paper.
Question 1: How Good am I at Building and Leading Teams?
The results of the "How Good am I at Building and Leading Teams?" self-assessment yield team members who demonstrate strong and emerging leadership skills. The self-assessment shows results as groups of scores in quartiles. Strong leadership skills have scores in the first quartile. [11] These scores, 95+ in this category, reflect the dominate ability to organize and lead teams (Pearson Education, Inc., 2007a, para. 2). The second quartile has scores that are between 72-94 (Pearson Education, Inc., 2007a, para. 2). Scores within this quartile indicate that the person has leadership potential but is less dominant. This category suggests there is room for growth.
As shown in Table 1 , A and B excel at effective team building and leadership; whereas, C and D are in the second quartile, which indicates the ability to be strong leaders and team builders should the need arise. This balances the power and authority of leadership within the team, empowers C and D as viable resources in the team's success and emerging skills for leadership. 
Question 2: What's My Leadership Style?
The members participated in a self-assessment of their leadership styles. [11] The objective of this assessment is to determine whether the individual leadership style is people- The results of this analysis yield team members that are both people-oriented and task-oriented. As shown in Table 2 , C and D possess a high degree of people-orientation, mixed with a lower degree of task-orientation. B and A's scores, suggest that they are both highly task-oriented and people-oriented. 
Question 3: What's My Preferred Conflict Handling Style?
Conflict in an organization or team can have positive or negative effects on the dynamics of the group, and on the organization. [14] According to Brett, Goldberg, and Ury (1990), conflict is inevitable because of the interplay between "personalities and ideologies," and because of "roles, rules, incentives, and constraints of the organizational structure within which parties interact" (as cited in Wren, 1995, p. 435) . [14] If conflicts are not successfully managed, the results will likely be negative; however, successfully managed conflicts, could have a positive impact on the organization as whole. Brett, Goldberg, and Ury (1990), state that "conflict can produce high quality, creative solutions that lead to innovation and progress" when handles successfully (as cited in Wren, 1995, p. 435).
[11] The members assessed their individual conflict handling styles using the Pearson Prentice-Hall "What's My Preferred Conflict Handling Style?" self-assessment. According to Pearson Education, Inc. (2007c), scores yielding higher values in any given category indicate the individual gravitates more toward that behavior when circumstances dictate a response.
Competing. Table 3 shows that members yield low indicators for competing when these scores are set in comparison. These results range from seven to 12, whereby yielding 12 as the highest indicator. Thus, competition is not a conflict or concern in this team's dynamics of exchange.
Collaborating. Collectively, members yield an average high value of 15 for collaboration, as shown in Table 3 . The values for collaboration range from 13-17. This suggests that member recognize the power of collaboration of ideas, brainstorming and positive interactions to succeed as a team.
Avoiding. The behavior of avoiding has a distribution of both high and low indicators. Table 3 shows that D demonstrates a preference for avoidance in matters of conflict. This balances the relationship, but it also creates an awkward balance of power when there is an impasse. Scores range between nine and 19.
Accommodating. The results, as shown in Table 3 , yield high indicators among members for accommodating other member's interests in the event of conflicting circumstances. The scores range between 15 and 19.
Compromising. Table 3 shows that members' compromising results yield high indicators, 16-18, among members for compromising when behaviors present obstacles rather than addressing the pressing issue. 
Question 4: What's My Preferred Form of Power?
This assessment was an analysis to determine the behaviors leaders use to influence subordinates within the framework of the organization. [11] Leadership power influences followership behavior. The forms of power assessed in the "What's My Preferred Form of Power?" self-assessment, as defined by Hughes, Ginnett, and Curphy (1993), were (1) reward -the ability to distribute valuable rewards; (2) coercive -based on fear; (3) legitimate -based on formal position; (4) expert -possessing knowledge or skill; and (5) referentothers desire to identify with the leader (as cited in Wren, 1995, p. 340 ). This analysis recognizes that the leader's preferred forms of power directly affect follower contributions and responses in the relationship. The higher the value suggests the leaders preferred form of power (Pearson Education, Inc., 2007d, para. 1).
The results of this analysis indicate that referent power is the form of power favored by the members. Scores are consistently high in comparison amongst members, and gravitate upward to five. Coerciveness is the least preferred form of power amongst members. The highest score value for coercive power is 2.5. Subsequent collaborative scores for expert, legitimate, and reward forms of power are second, third, and fourth choices, respectively. 
Team Leadership Analysis
Each member's individual scores were analyzed to gain a better understanding of the strengths the member presented to the team. These analyses provided a better understanding of each member's strengths as a leader.
Type 'B'
B shows strong tendencies toward the Leader-Member Exchange (LMX) theory of leadership. B's leadership style score showed B was slightly more task-oriented than peopleoriented, 13/10 as shown in Table 2 . This score suggests that the goal of the task and the relation between leader and follower were mutually important with slightly more emphasis on the task. [10] According to Nahavandi (2009), the LMX leader establishes a role for the follower, and expects the follower to work hard, be loyal, and supportive of the leader (p. 87).
B's preferred type of power, as shown in Table 4 , is strong in both expert and referent, with a slightly higher preference for expert power. [10] Expert and referent powers are reflective of the person not the organization (Nahavandi, 2009, p. 164). Nahavandi (2009) states that in the case of expert power, the leader's expertise, knowledge, and information influence the followers, which makes the followers loyal to the leader because the followers believe in the leader's expertise (p. 165). Referent power refers to the ethical and moral behavior of the leader making the leader respected and liked. [4] Bass (2008) explains that followers want to identify with leaders who have referent power, and followers want to be accepted by the leader (p. 274). Both referent and expert power operate much the same way because of both respect and influence. Both types of power directly affect the design, creating followers that are loyal and supportive of the leader.
B's conflict-handling style is a combination of collaborating, accommodating, and compromising, as shown in Table 3 . This combination is indicative of the relation-oriented style. [15] Yukl, (2010) defines relations behavior as consideration, acceptance, and concern for the needs of the followers (p. 76). This type of behavior helps to build and maintain interpersonal relationships between the leader and followers. [15] Yukl (2010) goes on the say that this type of leader behavior creates a friendly working environment that makes it easier to gain cooperation and support from the followers upon which the leader needs to depend to ensure the job done (p. 76). By creating this type of work environment, the leader can expect the followers to work hard because he or she enjoys the rewards of the association with the design leader.
[12] According to Tuckman (1965) , every team regardless of the setting must successfully complete a task and at the same time develop interpersonal relations with each team member (as cited in Wren, 1995, p. 355 ). B's team build skills put B in the upper quadrant, and B's leadership style of task and relational-orientation make for a good team leader further supporting the design style.
Type 'D'
D's leadership style is people-oriented. This style of leadership suggests that D prefers personal interactions with followers in an effort to [10] "manage conflicts, train, develop, and motivate followers" (Navahandi, 2006, p. 5). This assessment accurately aligns models of leadership that represent D's charismatic, transformational, and servant leadership styles. [14] People-oriented models like these, manifest to (1) influence and inspire followers; (2) coach and empower followers; and (3) demonstrate servant-leadership actions "to make sure that other people's highest priority needs are being served" (Greenleaf, 1977 D's score, as shown in Table 1 , for "How Good am I at Building and Leading Teams?" falls in the second quartile. This indicates D's skills for leadership continue to emerge. This influences the team in a positive manner. However, these scores do not reflect the inability to lead. This possibly suggests that D is a passive leader in relation to the use of power. As the need for her expert power and referent power increases, her leadership potential increases.
Type 'A'
A shows a strong aptitude for building and leading teams according to the Pearson Prentice-Hall "How Good am I at Building and Leading Teams?" self-assessment. Her score, 103 (shown in Table 1 ), falls under the first quartile, indicating that she shows a high degree of leadership and team building strength.
According to her results, shown in Table 4 , on the Pearson Prentice-Hall "What is My Preferred Type of Power?" selfassessment, A shows an equal preference for legitimate and referent forms of power. However, A shows an aversion to the use of coercive power to motivate followers to comply with requests. Further scores indicate that A may use expert and reward power if the need arises.
[14] According to Hughes, Ginnett, and Curphy (1993), "legitimate power depends on a person's organizational role" (Wren, 1995, p. 342 ). Referent power, on the other hand, refers to power that has the [14] "potential to influence (…) due to the strength of the relationship between the leader and the followers" (Hughes, Ginnett, & Curphy, 1993, as cited in Wren, 1995, p. 341). A's equal preference for legitimate and referent powers indicates that she prefers to use her formal authority to incite followers to act upon A's requests as well as relying on her interpersonal relationship with followers to ensure that goals are accomplished.
A's dual preference for legitimate and referent powers correlates well with her equal preference for both task-and people-oriented style of leadership. As shown in Table 2 , A scores equally high in relation to her concern for the task, as she does in relation to her concern for people. [14] According to Hersey and Blanchard (n.d.), "[a] follower's effectiveness will ultimately depend on the manner in which the leader applies the appropriate combinations of directive and supportive behaviors" (Wren, 1995, p. 210 ). The equivalence between task-and people-orientation shown in A's scores may indicate a high ability to adapt well to situational changes in the leader-follower relationship, thus enabling her to apply task-oriented and relations-oriented leader behaviors to meet the needs of differing situations that arise in A's leader-follower relationships.
Leader-follower relationships, and team experiences, are not devoid of conflict. [14] Successful conflict management can bring about positive changes, whereas negative changes result if a team does not successfully manage conflict (Brett, Goldberg, & Ury, 1990, as cited in Wren, 1995, p. 435) . According to A's scores on the Pearson Prentice-Hall "What's My Preferred Conflict Handling Style?" self-assessment shown in Table 3 , her preferred conflict handling style is compromise. The compromising style of conflict resolution, [3] "involves give-and-take or sharing whereby both parties give up something to make a mutually acceptable decision. It may mean splitting the difference, exchanging concession, or seeking a quick middle-ground position" (p. 29).
A scored low on avoidance which [3] "may take the form of postponing an issue until a better time, or simply withdrawing from a threatening situation". This indicates that A does not like to resolve conflict by avoiding it. A's results on the conflicthandling style self-assessment show that given a conflict, A will actively seek to resolve the conflict through compromise before attempting to resolve the conflict by any other means. A will also seek to resolve the conflict by any means, rather than avoid the conflict and let it create a negative impact on the team or organization.
Type 'C'
C's leadership style is predominately people oriented. The leadership score assessment reveals C is people orientated and equally task orientated, with both scores being equal at 9. This combination reveals C's primary concern is for her relationship with team members, and ultimately their success. [4] Bass (1985) suggested that, transformational and transactional leadership augment each other (as cited in Bass & Stogdill, 1990 , p. 53). As a professional designer, C applies a combination of transactional and transformational leadership and brings this to the learning team environment. Through the application of designing, clients accomplish tasks because designing enables clients to actualize their goals by realizing their strengths and values. Accordingly, C can identify, respect, and work well with the learning team members strengths.
C's highest conflict-handling scores indicate that C will accommodate, compromise, and collaborate. C is a good team player, and has learned that each member is vital to the team's success. Designing relies on a direct partnership with a client, and cannot work without a team approach. [4] One can expect that, as Smelser (1961) stated, incongruence between the organization or group members personality and the roles required of them, result in reduced effectiveness (as cited in Bass & Stogdill, 1990 , p. 281). C scored low on competiveness, which makes her less likely to combat a team member and more likely to facilitate the team goals rather than her own. C scored 91, which placed her in the second quartile of the building and leading a team assessment. This reveals that C will not be a dominant leader, but would rather empower learning team, and work with them. [4] Bass and Stogdill (1990), state that coaching refers to training that gives guidance and feedback about specific efforts involved in a task, the performance of a job, and the handling of assignments (p. 883). C's score reflect the required qualities in that co-operative control but not dominance is effective to obtain the required results in the learning team partnership.
C's preferred type of power is to rely on what C knows, and the establishment of relationships. C's highest scores reflect the use of both expert and referent power. C's ability to access expert knowledge, yet create a desirable relation of trust, is a requirement of designing and is an asset in a team environment. [14] Hughes, Ginnett, and Curphy (1993) state that expert power is the power of knowledge, and that some people influence others through their relative expertise in particular 
Overall Analysis
Individual style and preferences for handling conflict reflect that the team will put forth every effort to manage conflict effectively. Although competition is not a concern, avoiding conflicting rather than addressing conflict is not an option. The results of this analysis acknowledge that effective conflict management, though important, does not supersede individual skills for demonstrating alternative behaviors of accommodation and compromise. Additionally, collaborative efforts and communicative dialogues effectively move the team in a positive direction.
These results reflect team dynamics that follow the transformational leadership model, with transactional leadership model influences. Subsequently, team members reflect people-oriented skills that give rewards when followership efforts exceed expectations; coach teams; build creative work opportunities; and build trust amongst leadership and followership. Manipulation by coercion is unacceptable, and does not reflect the emotional nature of transformational models and theories. These suggest that as leaders, team members value subordinate contributions such that authority beyond the boundaries of coercion does not necessarily improve follower relationships.
CONCLUSION
The results of the assessment reveal the leadership style gravitates more toward participative (democratic), with emphasis on authority, accommodation, and collaboration in conflict resolution. In defining and analyzing a team's leadership style in design management, [14] it is important to understand that leadership is a social influence process shared among all members of a group as noted by Hughes, Ginnett, and Curphy (as cited in Wren, 1995, pp. 39-43) . Perhaps the greatest revelation of the assessment of typical model is that it reflects the new paradigm of 21 st Century leadership in Design Management. Certainly, any one of the team members could lead a team. [14] McFarland, Senn, and Childress (1993), state that everyone can be a leader. In this changing game, sharing leadership and power, like information, is necessary throughout the enterprise (as cited in Wren, p. 459). The members' assessment has the potential to implement a shift toward a more empowering participatory model (Wren, 1995, p. 459) . [3] The most important quality of the 21 st Century leader needs to be the ability to inspire other people; first pull together in the direction of the vision, and second to do the very best in producing excellent results. The contemporary leadership in Design Management involves a unique bonding among leaders and followers, and more flexible and developed leadership will continue in the understanding and skill with which applying to the dynamic of organization change. The results and application of each model's assessment indicate a team of leaders that are capable of achieving excellence through their combined talents and vision to achieve in design fields using their potential inability of their own leadership.
